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Abstract 

 

Developing an effective staff assessment system is crucial for businesses.  Labor effectiveness influences on the 

results of enterprise activity. It is possible to improve labor effectiveness by introducing system of assessment and 

motivation of employees. Modern practices in assessing and motivating the staff of agricultural enterprises that are 

used in the world are rapidly developing. However, the peculiarities of functioning of developing enterprises and 

general economic processes do not allow to use existing best practices for agricultural enterprises. Possibilities of 

introducing innovative methods for personnel assessment that are adapted for modern agricultural enterprises are 

still not fully researched. On the basis of comparison of personnel management systems according to American, 

European and Japanese approaches, the peculiarities of the management system are determined by the Ukrainian 

approach. The complex system of personnel assessment for agricultural enterprises is substantiated in the form of a 

matrix. This system takes into account two descriptive criteria: periodicity (systematic and final assessment) and on 

object of assessment (current activity and trends of employee development). The proposed system of personnel 

assessment based on the KPI method has been shown in details, as well as the criteria of evaluation and indicators 

by the KPI method have been substantiated. The developed system for the personnel assessing of agricultural 

enterprises is relevant for the specifics of the activity of farms, and allows assessing the current activity and trends 

of employees' development in the context of systematic and final evaluations.  
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INTRODUCTION  
 

Active changes in the social and economic 

formations, entry of foreign investors into the 

Ukrainian market, and emigration processes 

result in rapid transformations of the labor 

relations organization at the enterprises of our 

country. During the last years, the personnel 

management has been changing faster than 

the scientific approaches that describe this 

process. The modern methods of the 

personnel management, the new types of 

relationships in a team, paradigms of the 

personnel motivation and attitude towards the 

work process and result emerge. 

At the same time, it should be noted that the 

object of this research is the agricultural 

enterprises of  Ukraine (as an example of a 

emerging market), which are somewhat 

lagging behind in the pace of development in 

comparison with the business structures of 

other industry branches of the country. The 

outdated methods of the personnel 

management prevail on the research sites.  

The topical issue for today is a practically 

absence of personnel assessment and 

motivation practices at agricultural 

enterprises. Insufficient attention is paid to the 

problems of personnel development and 

recreation. This leads to a certain imbalance in 

the organization of an efficient personnel 

management system in the agricultural sector. 

Modern practices in assessing and motivating 

the staff of agricultural enterprises that are 

used in the world are rapidly developing. 

However, the peculiarities of functioning of 

Ukrainian enterprises and general economic 

processes in Ukraine do not allow the use of 

existing best practices for agricultural 

enterprises. Therefore, the purpose of this 

study is to develop an innovative 

methodology for assessing personnel at 
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agricultural enterprises, taking into account 

the peculiarities of their activities in modern 

conditions for developing countries (on the 

example of  Ukraine). The practice of 

countries that have recently joined the 

European Union [5], [3] shows that their level 

of agricultural development is growing. 

Therefore, for Ukraine, which is at the stage 

of European integration, it is important to 

increase the level of organization of activity 

of agricultural enterprises, including the 

personnel management system. 

An analysis of the results of scientific 

research on the issues of developing an 

optimal system for staff assessment showed 

that there are three main approaches: 

American, Japanese and European.  

Some scholars believe that it is worthwhile to 

allocate only two basic scientific approaches: 

American and Japanese: Culpan, R., 

Kucukemiroglu, O. [9], Anderson, R. V. [1], 

Yooyanyong, P, & Muenjohn, N. [29]. 

Proponents of the Japanese management 

model believe that the basis of an effective 

system of personnel assessment is the 

assessment of the results of continuous 

improvement of the work team team: 

Hayakama, N., Okachi, M., & Kalbermatten, 

P. [6], Fields, G., Katahira, H., & Wind, J. 

[11], Clarry, J. [7], Hentschel, B., & 

Haghirian, P. [19], Arthur M. [2]. 

Proponents of the American management 

system, believe that the most important thing 

in ensuring a rational system for staff 

assessment is to take into account an 

individual approach to the analysis of the 

results of work and self-assessment of 

employees:  Grayson, D. [13],  Haghirian, P. 

[16], Yakokka, L. [26], Kalleberg, A., Reskin, 

B., Hudson, K. [20]. 

A similar approach to American is the 

European approach, whose supporters: 

Weihrich and Koontz [25], Luthans F, Patrick 

RR, Luthans B.C. [21], Zhu, Y.-Q., Gardner, 

D.G, Chen, H.-G. [30], Crespo N., Simoes N., 

Pinto J.-C. [8], Green, F., McIntosh, S. [15], 

Gannon, B., Plasman, R., Rycx, F., Tojerow, 

I. [12], Hauff, S., Kirchner, S. [17]  believe 

that an individual approach to the analysis of 

the results of work is important in assessing 

staff, but, unlike the previous important role, 

control over such results is given. 

Based on the analysis of existing management 

models, we conclude that it is not impossible 

for Ukrainian enterprises to apply one of 

them, since there are significant differences in 

personnel management and employee values. 

Modern Ukrainian scientists are trying to 

explore the peculiarities of building a system 

of personnel management, namely: 

Oksentyuk, A., Oksentyuk, R. Oksentyuk. B. 

[24], Yakubiv, V., Horohotska, N., Yakubiv, 

R. [27], K. Melnyk [22]. 

On the basis of generalization of various 

scientific approaches, as well as our own 

researches, we have substantiated the main 

distinctive differences between American, 

Japanese, European and Ukrainian (as an 

example of a emerging market) concepts of 

the personnel management in the context of 

personnel assessment and motivation (Table 

1). 

 
Table 1. Characteristic differences in the organization of the personnel assessment and motivation according to the 

American, Japanese, European and Ukrainian (an example of a emerging market) approaches 
American management system Japanese management  

system 

European management 

system 

Ukrainian (an example of a emerging 

market) management system 

Assessment and motivation object  

An individual employee with his 
personal and professional 

characteristics 

Team of employees An individual employee with 
his professional characteristics 

and abilities 

Labor collective focused on the 
professional and moral characteristics of 

the employees 

Purpose of the assessment and motivation system 

Enterprise profit maximization, 
adequate individual assessment 

of each employee's contribution 

into the total result 

Improvement and 
harmonization of the social  

and labor relations system in 

 the organization 

Enterprise profit maximization, 
creating adequate working 

conditions for the employees  

Enterprise profit maximization, costs 
optimization 

Personnel assessment and motivation principles 

According to the results of the 

team work, work experience 

According to the individual 

indicators of the employee’s 

work 

According to the individual 

indicators of the employee’s 

work 

According to the results of the team 

work, level of tasks performance 

Source: own research. 

 

https://www.scopus.com/authid/detail.uri?authorId=37049523800&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=7402659464&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=7402659464&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=26643376200&amp;eid=2-s2.0-85045460672
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Data in Table 1 indicate a gradual change in 

the personnel management system in Ukraine 

(as an example of a emerging market) through 

adaptation of the European concept. However, 

these processes are more active in IT, finance, 

consulting, and media industry. These 

processes are barely noticeable in such 

industries as agriculture, woodworking and 

heavy industry. Therefore, the researching 

processes in the "backward" sectors require 

urgent improvement. 

Various scientists actively study issues of 

developing the latest methods for the 

personnel assessment at the agricultural 

enterprises. There are various scientific 

approaches to an effective assessment system 

development. Thus, Zhu, Y.-Q., Gardner, 

D.G, Chen, H.-G. [30] propose similar 

approach with the use of a complex of various 

methods for the employee's performance 

assessment. 

Gough, Harrison G. [14], Borghans, L., 

Duckworth, A., Heckman, J., & Wter Weel, 

B. [4] emphasize the necessity to apply this 

testing method as one of the most appropriate 

methods for the employee assessment. 

Clark, A. [6], Demoussis, M., 

Giannakopoulos, N. [10], Mumford, K., 

Smith, P. [23]  believe that for a 

comprehensive assessment of staff it is 

expedient to apply different methods of 

evaluation simultaneously, in particular on the 

basis of a balanced system of indicators. 

Melnyk K. [22], Yakubiv, V., Horohotska, N., 

Yakubiv, R. [27], Yakubiv,V., Hurmak, N. 

[28]  believe that the criteria for 

diversification of the activities and 

professional skills of employees should be 

taken into account in the process of 

motivation of employees at the Ukrainian 

enterprises. 

 

MATERIALS AND METHODS 

 

 In the process of developing an optimum 

personnel assessment system for the 

agricultural enterprises the following 

empirical and specific methods were used:  

(a) sociological survey — in the process of 

expert assessment of the effectiveness of 

various assessment methods and possibility of 

their implementation at the agricultural 

enterprises, as well as in the formation of 

criteria to develop the assessment scale for the 

employees' development trends;  

(b) comparison, grouping and generalization 

— in the process of analysis and 

generalization of existing scientific 

approaches to the personnel assessment at 

different enterprises;  

(c)abstraction and modeling — in the process 

of developing a comprehensive personnel 

assessment system;  

(d)calculation and construction — in the 

process of developing criteria introduced into 

the personnel assessment system for the 

agricultural enterprises. 

To determine the prospects of the personnel 

assessment system for the agricultural 

enterprises in Ukraine, we have conducted a 

sociological survey on the expert evaluation 

of the effectiveness of various assessment 

methods in practice and possibility of their 

implementation at the agricultural enterprises. 

184 respondents, 85% of whom are practicing 

managers of various enterprises, scientists 

engaged in research in the field of economics 

and management at the agricultural 

enterprises and graduates of the 

"Management" specialty, that is, the experts 

who have basic knowledge in the issue under 

study, took part in this expert survey. 

The results of a sociological survey on the 

basis of an expert evaluation of the efficiency 

of certain personnel assessment methods at 

the modern agricultural enterprises are shown 

in Fig. 1. 

The results of a sociological survey on the 

evaluation of the efficiency of various 

personnel assessment methods at the 

Ukrainian enterprises showed that the most 

effective methods are (in descending order 

from the most to the least effective ones): 

(i)assessment center method; (ii) 360° 

method; (iii)performance management 

method; (4)method of business games; 

(v)control method for goals. 

In the process of a sociological survey on the 

feasibility of application of these personal 

assessment methods at the agricultural 

enterprises in Ukraine, it has been established 

that the same respondents consider that the   

https://www.scopus.com/authid/detail.uri?authorId=37049523800&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=7402659464&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=7402659464&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=26643376200&amp;eid=2-s2.0-85045460672
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most effective methods for these enterprises, 

in descending order from the most to the least 

effective ones,  are the ones which are 

presented in Fig. 2. 

It is about: (i) performance management 

method; (2)normative method; (3)control 

method for goals; (4)assessment center 

method; (v) method of the manager standard 

estimates. 

 

 
Fig. 1. Results of a sociological survey of the efficiency of various personnel assessment methods at the agricultural 

enterprises in Ukraine 

Source: author's research based on the sociological survey results 

 

 
Fig. 2. Results of the sociological survey on the possibility of implementation of various personnel assessment 

methods at the agricultural enterprises in Ukraine 

Source: author's research based on the sociological survey results 
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Developing an effective system for the 

personnel assessment and motivation system 

in the organizational and methodological 

aspects. On the one hand, the introduction of a 

powerful personnel motivation system brings 

good results, as a rule. However, on the other 

hand, it is important not only to increase labor 

productivity, but also effectiveness of the 

motivation and assessment system for the 

enterprise owner. That is correlation between 

the results from the introduction of an 

innovative personnel assessment and 

motivation system and cost of organizing such 

work. 

 

RESULTS AND DISCUSSIONS 

 

 In this scientific survey, under an effective 

personnel assessment and motivation system 

at the agricultural enterprises, we understand 

such a system which meets two conditions: 

(i)it has optimal conceptual and procedural 

organization; 

(ii)it is optimal in terms of the expense-

income ratio, that is, the effectiveness of the 

implemented measures. 

An important condition for the effectiveness 

of our system is its optimality in terms of the 

expense-income ratio, that is, effectiveness of 

the implemented measures. At the same time, 

we consider that an effective system is a set of 

assessment elements and motivation methods 

for different employees, provided that the 

following conditions are met (1): 

 

                ∆ LPL > ∆ AMC             (1) 

                 ∆ NP > ∆ AMC,                      (1) 

 

where ∆ LPL is a changing in labor 

productivity level of the employees; 

∆ NP is a changing in net profit of an 

enterprise; 

∆ AMC is a changing in the cost of the 

personnel assessment and motivation system 

functioning. 

The basis of our effective methodology for the 

personnel assessment is two classification 

criteria: frequency and assessment objects. 

Thus, the conceptual framework for the 

development of an effective personnel 

assessment for the agricultural enterprises is 

shown in Fig. 3. 

Matrix on Fig 3. shows that we consider it 

necessary to introduce such a personnel 

assessment system at the agricultural 

enterprises, which will include an analysis of 

the efficiency of the employee's work under 4 

criteria: 

-systematic assessment of work; 

-final assessment of work; 

-assessment of the employee's current 

activities; 

-assessment of the employee's development 

trends. 

Our assessment system is complex and 

multifaceted and provides a systematic and 

comprehensive assessment of various 

employees. It can be used for the most of 

typical medium and large agricultural 

enterprises. For the small (farmer) enterprises, 

it is appropriate to apply a significantly 

simplified method, that is, the individual 

elements of our methodology, depending on 

the needs arising in the process of the 

personnel management. 

 

 
 Systematic assessment 

of activities 

Final assessment 

of activities 

 

 

Assessment of the employee current 

activities 

Quadrant 1 

 

КРІ і 

 

    Quadrant 2 

              n 

∑ КРІі 
                       і 

360° method 

 

 

Assessment of the employee's development 

trends 

Quadrant 3 
Assessment scale (once every 3 months) 

 

 

Quadrant 4 
Comprehensive assessment scale  

(once at the end of the year) 

 PERSONNEL COMPREHENSIVE ASSESSMENT 

Fig. 3. Conceptual principles for the development of an effective personnel assessment system at the agricultural 

enterprises in Ukraine 

Source: own research 
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КРІ і – a key indicator of the estimation of the 

corresponding paramter of a personnel 

assessment system. 

 An important feature of such a system is the 

need to develop different assessment systems 

for the different categories of employees. For 

this purpose, we have divided the employees 

of all agricultural enterprises into several 

groups: 

Group I — administrative employees (key 

managers). These include enterprise general 

director, deputies, chief specialists (chief 

accountant, chief engineer, financial director), 

i.e. those managers whose motivational 

payments will depend on the final enterprise 

results; 

Group II — managers and employees of the 

productive work categories. These include 

sales managers and employees of the sales 

and marketing department. 

Group III — managers and employees of 

other categories of administrative work. These 

include managers and employees of the 

accounting, planning and analytics 

department, personnel management 

department and other administrative 

personnel, as well as managers of the 

production divisions. 

Group IV — employees of the production 

units, i.e. workers. 

We have developed an innovative method to 

assess the personnel of the agricultural 

enterprises which implies that the following 

methods of the personnel assessment will be 

used for categories I, II and III: 

(1)for systematic assessment:  

-assessment of current employees' activities 

will be carried out on the basis of the КРІ 

method; 

-assessment of the employee development 

trends will be carried out on the basis of a 

comprehensive assessment scale, which 

includes 3 methods: questionnaire assessment, 

assessment based on management according 

to goals and assessment on the basis of 

performance management; 

(2)for the final assessment:  

-assessment of the current employees' 

activities will be carried out by summing up 

the results using the КРІ and 360° method; 

-assessment of the employee development 

trends will be carried out on the basis of a 

comprehensive assessment scale (per year), 

which includes 3 methods: questionnaire 

assessment, assessment based on management 

according to goals and assessment on the 

basis of performance management. 

Conceptual approaches to the КРІ method 

application to assess the current activities of 

the agricultural enterprises' employees. The 

detailed methods of КРІ application in the 

work of agricultural enterprises according to 

the established 4 groups of workers are given 

in Table 2. 

 
Table 2. Criteria and indicators of work assessment of employees of different categories at the agricultural 

enterprises according to the KPI method 
Group of 

employees 

KPI general characteristics  

KPI indicators 

KPI blocking indicators 

Group I KPI indicators should be based on the 

main performance indicators of the 
enterprise as a whole 

1) net profit; 

2) profitability level of activities; 
3) attracting new investments; 

4)  net present value of 

investments 

1) lack of profit in the 

reporting period; 
2) low profitability level 

of activities (threshold level is 

10%) 

Group II KPI indicators should be based on 

indicators related to market share and sales 

volumes 

1) share of products on the 

market; 

2) sales volumes; 
3) number of new regular 

customers; 

4) number of new developed 
markets 

Decline of sales volumes in 

comparison with the same period 

last year 

Group III KPI indicators should be based on an 

assessment of the level of task 

performance set for the employee and his 
performance level 

Specific indicators for different managers 

and employees, depending on type of 

their activities 

Percentage of achievement of the 

goals set for the employee is 

<90% 

Group ІV KPI indicators should be based on an 

assessment of the performance level of the 
task (norm) set for the employee 

Planning norms of the volumes of work Percentage of fulfillment of the 

planned norms is < 100 % 

Source: own research. 
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Table 2 shows that not only the control results 

of work, but also the so-called "blocking" 

indicators are the basis to the personnel 

assessment according to the KPI system. The 

purpose of such indicators is blocking of the 

KPI system (concerning bonus accrual and 

payments) in case of failure to fulfill the 

threshold criterion results of work. In other 

words, if there is a certain blocking indicator 

in the reporting period, the employee does not 

receive bonuses at all. This is an important 

motivating factor to maintain a normal level 

of the employee's performance. 

The essence of the final KPI (2) is that the 

KPI average level per year is determined by 

the results of the year: 

                                  і=1 

KPIf = ∑ KPIf / 12,       (2)                       

                     n 

where KPI – is the final assessment of an 

employee according to the KPI, 

n – is the number of months in the reporting 

period, i.e. 12. 

Decisions on motivation based on the annual 

premium fund are made on the basis of such 

final assessment of the employee. Taking into 

account the fact that many agricultural 

enterprises (especially in the crop field) have 

almost no current results (revenue from 

product sales) during the year, application of 

the final KPI may be the only rational 

decision, that is, without KPI calculation in 

the separate reporting periods.  
 

CONCLUSIONS 

 

 A comprehensive system for assessing the 

personnel at the agricultural enterprises has 

been developed on the basis of expert survey 

and own developments. This system is 

effective in terms of the income and expenses 

and its aim is to provide the possibility of 

applying a rational and effective system for 

the employee's motivation. Compilation of the 

most effective methods is in the basis of the 

developed system for the personnel 

assessment at the agricultural enterprises, in 

particular: KPI, 360° and scale to assess the 

employee development trends.  

The proposed methodology in the article is 

based on staff assessment in two main areas: 

assessment of current activity and assessment 

of development trends. 

In the research the criteria and indicators of 

work assessment of employees of different 

categories at the agricultural enterprises are 

substantiated according to the KPI method 

and method  360°. 

The developed system for the personnel 

assessment at the agricultural enterprises 

provides assessing the current activities and 

trends of the employees' development in the 

context of systematic and final assessment. 

This will facilitate to make rational 

management decisions on the implementation 

of an effective motivational mechanism at the 

enterprises. 

The developed methodology of personnel 

assessment can be used at agricultural 

enterprises of different specializations, as well 

as from different countries with a emerging 

market, not only in Ukraine. 

REFERENCES 

 
[1]Anderson, R. V., 2009, Japanese and American 

management: Contrast of styles.  

http://cob.jmu.edu/icpm/management_world 

/CMartMar09.pdf , Accessed Jan 11, 2019. 

[2]Arthur, M., 1992, Whitehill «Japanese Management: 

Tradition and transition»: Routledge, London, 1992.  

240 р.  

[3]Bencheva, N., 2006,  Transition of  Bulgarian 

agriculture: present situation, problems and 

perspectives for development. Journal of Central 

European Agriculture 6(4) ,  July 2006, 

https://www.researchgate.net/publication/27201767_tra

nsition_of_bulgarian_agriculture_present_situation_pro

blems_and_perspectives_for_development, Accessed 

Jan. 11, 2019. 

[4]Borghans, L., Duckworth, A., Heckman, J., Wter 

Weel, B., 2008, The economics and psychology of 

personality traits. Journal of Human Resources, 43, pp. 

972-1059. 

[5]Chițea, M. A., 2018, Romania’s labour force in 

regional profile after the accession to the European 

Union. Scientific Papers Series Management, 

Economic Engineering in Agriculture and Rural 

Development Vol. 18, Issue 1, 2018, pp. 123-130. 

[6]Clark, A., 2005, Your Money or Your Life: 

Changing Job Quality in OECD Countries, “British 

Journal of Industrial Relations”, 43, pp. 377–400.  

[7]Clarry, J., 2010, Innovation and the patenting of 

knowledge in Japanese corporations. In P. Haghirian 

(Ed.), Innovation and change in Japanese management. 

London: Palgrave Macmillan, pp. 177–198. 

http://cob.jmu.edu/icpm/management_world%20/CMartMar09.pdf
http://cob.jmu.edu/icpm/management_world%20/CMartMar09.pdf
https://www.researchgate.net/journal/1332-9049_Journal_of_Central_European_Agriculture
https://www.researchgate.net/journal/1332-9049_Journal_of_Central_European_Agriculture
https://www.researchgate.net/publication/27201767_TRANSITION_OF_BULGARIAN_AGRICULTURE_PRESENT_SITUATION_PROBLEMS_AND_PERSPECTIVES_FOR_DEVELOPMENT
https://www.researchgate.net/publication/27201767_TRANSITION_OF_BULGARIAN_AGRICULTURE_PRESENT_SITUATION_PROBLEMS_AND_PERSPECTIVES_FOR_DEVELOPMENT
https://www.researchgate.net/publication/27201767_TRANSITION_OF_BULGARIAN_AGRICULTURE_PRESENT_SITUATION_PROBLEMS_AND_PERSPECTIVES_FOR_DEVELOPMENT


Scientific Papers Series Management, Economic Engineering in Agriculture and Rural Development  

Vol. 19, Issue 1, 2019  

PRINT ISSN 2284-7995, E-ISSN 2285-3952  

624 

[8]Crespo, N., Simoes, N., Pinto, J.-C., 2017,  

Determinant factors of job quality in Europe. 

Argumenta Oeconomica, 1 (38), pp. 15-40. 

[9]Culpan, R., Kucukemiroglu, O., 1993, A comparison 

of U.S. and Japanese management styles and unit 

effectiveness, 

https://www.questia.com/library/journal/1G1-

14107132/a-comparison-of-u-s-and-japanese-

management-styles, Accessed Jan 11, 2019. 
[10]Demoussis, M., Giannakopoulos, N., 2007, 

Exploring Job Satisfaction in Private and Public 

Employment: Empirical evidence from Greece, 

“Labour”, 21, pp. 333–359. 

[11]Fields, G., Katahira, H., Wind, J., 2000, 

Leveraging Japan: Marketing for the new Asia. San 

Francisco: Jossey-Bass, 362 p. 

[12]Gannon, B., Plasman, R., Rycx, F., Tojerow, I., 

2007, Inter-industry Wage Differentials and the Gender 

Wage Gap: Evidence from European Countries, 

“Economic and Social Review”, 38, pp. 135–155. 

[13]Grayson, D., 1991, American management at the 

dawn of the 21st century; per. from English DK 

Grayson, K. O'Dell: Moscow, Economics. – 176 p. 

[14]Gough, Harrison G., 2000, The California 

Psychological Inventory. In C.E. Watkins & V.L. 

Campbell (Eds.), Testing and assessment in counseling 

practice, Second edition. Mahwah, NJ: Lawrence 

Erlbaum Associates, pp.45-71. 

[15]Green, F., McIntosh, S., 2001, The Intensification 

of Work in Europe, “Labour Economics”, 8, pp. 291–

308. 

[16]Haghirian, P., 2010, Multinationals and cross-

cultural management: The transfer of knowledge within 

multinational corporations. London: Routledge, 450 p. 

[17]Hauff, S., Kirchner, S., 2014, Cross-national 

Differences and Trends in Job Quality: A Literature 

Review and Research Agenda, Universität Hamburg 

Discussion Paper, 13, 346 p. 

[18]Hayakama, N., Okachi, M., Kalbermatten, P., 

2009, Production management. In P. Haghirian (Ed.), 

Japanese management: Fresh perspectives on the 

Japanese firm in the 21st century. Bloomington, IN: 

iUniverse, pp. 147–179. 

[19]Hentschel, B., Haghirian, P., 2010, Nonaka 

revisited: Can Japanese companies sustain their 

knowledge management processes in the 21st century? 

In P. Haghirian (Ed.), Innovation and change in 

Japanese management. London: Palgrave Macmillan, 

pp. 199–220. 

[20]Kalleberg, A., Reskin, B., Hudson, K., 2000,  Bad 

Jobs in America: Standard and Nonstandard 

Employment Relations and Job Quality in the United 

States, American Sociological Review, 65, pp. 256–

278. 

[21]Luthans F., Patrick R.R., Luthans B.C., 1995, 

Doing business in central and eastern Europe: political, 

economic, and cultural diversity. Business Horizon 

September/October 38:9–16. 

[22]Melnyk, K. Yu.,  Tsesarsky F. A., Seletskyi O. V., 

2018, Economic and legal analysis of premiums and 

increments to staff. Scientific bulletin of Polissia. – 

2018. – № 2 (14). P. 1, pp. 232-241. 

[23]Mumford, K., Smith, P., 2004, Job Tenure in 

Britain: Employee Characteristics versus Workplace 

Effects, “Economica”, 71, pp. 275–297. 

[24]Oksentyuk, A., Oksentyuk, R. Oksentyuk. B., 2012, 

Foreign and domestic experience of personnel 

management. Galician Economic Journal, 2012, № 

1(34), pp. 66-72. 

[25]Weihrich and Koontz, 2000, Management – A 

Global perspective, McGraw-Hill International 

Editions, Tenth Edition, Singapore,  214 p. 

[26]Yakokka, L., 2011, Career of the Manager. Minsk: 

Poppuri, 2011, 544 p. 

[27]Yakubiv, V., Horohotska, N., Yakubiv, R., 2015, 

Management model for the development of agricultural 

enterprises through the introduction of diversification 

processes. Actual problems of the economy, 2015, № 

8, pp. 58-66. 

[28]Yakubiv, V., Hurmak, N., 2017, Efficiency of 

Intermediary Activity of Agricultural Enterprises: 

Methods and Assessment Indicators // Bulgarian 

Journal of Agricultural Science, 23 (No 5) 2017, pp. 

712–716. file:///C:/Users/Valentyna/Downloads/04-

Humark%20Romaniuk%20(2).pdf, Accessed on Jan 

11, 2019. 

[29]Yooyanyong, P, Muenjohn, N., 2010, Leadership 

differences: Comparison between American and 

Japanese expatriate managers. Retrieved February 2, 

2013, from 

http://jgxy.usx.edu.cn/DAOM/097_PisalYooyanyong.p

df, Accessed on Jan. 11, 2019. 

[30]Zhu, Y.-Q., Gardner, D.G, Chen, H.-G., 2018, 

Relationships Between Work Team Climate, Individual 

Motivation, and Creativity. Journal of Management. 

Volume 44, Issue 5, 1 May 2018, pp. 2094-2115. 

 

 

https://www.questia.com/library/journal/1G1-14107132/a-comparison-of-u-s-and-japanese-management-styles
https://www.questia.com/library/journal/1G1-14107132/a-comparison-of-u-s-and-japanese-management-styles
https://www.questia.com/library/journal/1G1-14107132/a-comparison-of-u-s-and-japanese-management-styles
../../../../../../../../../../Valentyna/Downloads/04-Humark%20Romaniuk%20(2).pdf
../../../../../../../../../../Valentyna/Downloads/04-Humark%20Romaniuk%20(2).pdf
http://jgxy.usx.edu.cn/DAOM/097_PisalYooyanyong.pdf
http://jgxy.usx.edu.cn/DAOM/097_PisalYooyanyong.pdf
https://www.scopus.com/authid/detail.uri?authorId=37049523800&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=7402659464&amp;eid=2-s2.0-85045460672
https://www.scopus.com/authid/detail.uri?authorId=26643376200&amp;eid=2-s2.0-85045460672
https://www.scopus.com/sourceid/20635?origin=recordpage

